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ABSTRACT

This thesis examined the military affiliation intentions

of first term Army enlistees with less than one year

remaining on their active duty obligations. The influence of

demographic, experience, economic, and alternative employment

factors on affiliation intentions was explored. Results

indicated that insights into understanding military turnover

can be gained by expanding traditional analysis, wherein

active duty reenlistees are contrasted with non-reenlisting

peers, to include reserve military service as an option

available to soldiers facing the reenlistment decision.
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I. INTRODUCTION

A. BACKGROUND

Since its adoption by the U.S. Armed Forces in 1973, the

All Volunteer Force (AVF) has been organized accordiing to

the total force policy. This policy is based on the notion

that U.S. national security objectives can be achieved more

efficiently through smaller peacetime active forces and a

greater reliance on reserve forces to meet mobilization con-

tingencies [Ref. 1].

Manpower requirements for the total force are determined

by balancing peacetime requirements and wartime demands

against the realities of political and budgetary

affordability. From 1973 to 1979, as shown in Table I, both

active and reserve strengths decreased as the Department of

Defense and the services tried to adapt to obtaining and

retaining personnel for the services without conscription.

Since 1980. active and selected reserve personnel strengths

have increased. Reserve strengths increased at a faster rate

than the active despite reserve strength caps established in

FY 1983, 3s defense planners tried to maximize military

capability within a politically acceptable and fiscally sound

mix o reserve and active forces.



TABLE 1

END OF YEAR MILITARY PERSONNEL STRENGTH
(in thousands)

Fiscal Year Active Selected Reserve/
(FY) D7,.V Reserves Total Force

1973 3252 919 .29
1974 2161 925 .30
1975 2127 897 .29
1976 2081 823 .28
1977 2084 813 .28
1978 2061 788 .28
1979 2024 807 .28
1980 2050 851 .29
1981 2082 899 .30
1982 2108 963 .31
1983 2123 982 .32

Sources: Ref. I and Ref. 3

B. THE RESERVE STRUCTURE

The U.S. military has five sources of mobilization

manpower: the Individual Ready Reserve, the Selected

Reserve, Inactive National Guard, the Standby Reserve and

Retiree Recall Programs. Far and away, the two largest

sources are the Individual Ready Reserve and the Selected

Reserve.

1. The Individual Ready Reserve (IRR) 0

The IRR consists of individuals who have

compIetei thei' active duty service commitments but have

served less than six years in active or reserve units and 0

thus have some additional obligation on their contract. The

10
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majzritv of RR members lo net train or get pail. Thev are

subjec to caji-_c ani would augment existing units ucon

.bi li zation or as casuaitY rep acemen ts [Ref. 4]. In FY

19S2, the IRR and Inactive National Guard accountel for 13-,

of Defense mobilization manpower resources [Ref 2

2. The Selected Reserve

The Selected Reserve contains all National Guari

foroes 3nJ those reservists who are organized in unit.s or are

pO.l a d trill or train. The Selected Reserves are the

_r z 57 group for augmentation of the active forces in the

even a f mobilization. They woul normal!, mobilize ani

ieplzv by unit.

The Selected Reserves are composed of t.e Army

No - !:nw! ] arl. the Army Reserve, the Naval Reserve, the

Ps . . ese yrve, the Air Nationai Guard, and the Air

7:-, enerve, The Reserves operate under exclusive Federal

a : "iie tre National Guard units remain under the

can:: of state governors unless preempted by the President.

7. 7-E TTAL ARMY

-3 wih the other miiia-v services the Army is orianized

"n;e- -6e ".,a! force pcilicv. Toe Total Army includes the

ACIe :ZmPcoenr, t~ A- Rse> an! tie Army Nat~ornal

:-'3nrizel, M rn 0 1 . * .1 1 1 a a lk e a~' moas

*-. .= -in ! .. . - e - -,, .n,- -.

Si
'I



-. .. • . - .. - - . .... - . . .. j. e 7r e, ~. . . ieve. ; z S :

, - .. - - " . - - s e

,".. .. ... . ... .. -..... : r. i~ e .]~ t "  .  ,d ...va~iabi~ s '4'er

r -v ".: - . of rte inceease,

s e, I consrr.xr- categories

-3~ 3 es3 and pers ons ,;i t h 050E

Scate r jes wer ee constructed using Q'44 for

e ac iW -. et nic group reflected on the s',rvev

eest_., Ihi:e, Elck_ . Hispanic, Oriental,, American ln'dan

anI other. This met hodology would facilitate bivariate

categories of affiliation beyond that
i

whe s--iy sampie selection process eliminated the

enc-e vo-ia:.es, p~;jr de (Q4 ), Length of Service (Q8), Term

. .. n. ... Remaining Time in Service ('1i4), from

.:orsi~e'- n I: e:< 3n tory factors. The sample was

e x , " I n . . ' :'Dr first 1. term enlistees w {th :eS s tr ,i l .

rn~n~r v'e c -. vie andr b etwe enr 10n 7. moth
I



Percepticn of Ec plovment Alternatives: Te
respondents 3sse~smo- . appcr~-
tunities .n, re ative c:'censanicn
avaiiabie rroug4 c iii , employ-
ment.

3. Selection of Candidate Factors

Toe quest ions on Form 1 of The I9 3 Ra. - Zrvey we-e

3na vzei for inciusion as candilate factors whi nir the

iifferent variable categories. Each category and its fac7:rs

are 1iscussei below. A complete list of al factors anI

their survey questions is provided in Azoendix

a. Demographic

Intivilual biographical factors inc'.ded were

gender (Q40), current age (Q41) ani entry age (Q 2), a nd

entry and current marital status (Q45 an- QI). Dummy

variables were constructed for the two mar; a L status

questions. Married personnel were placed into one category

and single, divorced, separated and widowed personnel were

'ouped into a non-married category. Another variaole was

constructed to indicate whether a person who was married upon

entry to the service was currently divorcen, separated or

widowed. The varianie was developed to capture a measure of

marital trauma to ascertain its impact, if any, on military

affiliation.

Deend ency , questions (Q5 4, Q55, QT6) we re

included and dichotomous categories cc rtruc .e. ts reflect.

either nc lepen ents or some deoenden's !"54) ann wheter the

24



Tre list inction . between routine _ ',ng r. the . .r m v

versus rou ine staving .. other organizat ions h.ighight s 'n-

need t: adjust the focus from the leaving decision of turn-

,over literature to the staying decision or the intention to

remain affilited with the Army, tne behavior of interest of

this stu"dy.

2. A Model of Affiliation Intentions

Recent. studies by Schmidt [Ref 61 and Christensen

'Ref .7] cor.tained extensive reviews of the turnover research

i iterature. Both studies adopted a model of the turnover

process developed by Arnold and Feldman [Ref. 8] to the

questions contained in the 1978 Rand Survey and derived five

categories of factors to explain the turnover and career

orientation process. The categories they derived were used

in this study to group factors influencing affiliation inten-

t ions. The categories of factors or explanatory variables

were:

Demographic: Biographical data

Ten u r e

Cognitive/Affective Orientation: Factors designed
to assess respondents' feelings
about aspects of their jobs and
Army life.

:ncome and Economics Incentives: Factors which
measured individual and family
financial status and its components.

23



CANDTDATE FACTORS THAT INFL.E.CE '4[LT. Y AFF'ILTATION
SN TE T C'INS

1. Theoretical Basis

Mstt of t, he resear, o r: ernng organizational

afflition has been done in "he ccnex, of the turnover

renomenorn whereir. individuals c- gr-c'ps of individuals de-

cide to leave an organization. Leaving the organization is

the "behavior" of interest and the cehavioral norm is to stay

within the organization.

The dynamics for first term soiiers are different.

For them the norm is not as cleav. Only since FY 1980 have

50% or more of the eligible first te-m Army personnel chosen

to reenlist, as shovn in Table 6. In contrast to the

majority of their civilian ccu-nterparts, soldiers make a

lecision to stay in the Army as -he ,efinitive expression of

their career orientations.

TABLE 6

FIRST TERM ARMY REE'ILISTMFENT ATES
(percent of eligible ,ersorne)

Fiscal Year Reenlistment F:te

1974 .2
1975
1976
1977 .•
1978 35.6
1979 l .0

1.0
1981

Source: Refe - e

22



screening yielded a sample of 738 first term soldiers who had

served between 10 and 72 months on active duty, had less rbrhn

12 months remaining on active duty and were between the ages

of 19 and 30. These 738 soldiers were then analyzed for

their military affiliation intentions to see whether their

responses placed them into any of the different affiliation

categories and 150 soldiers were deleted from the stuny

because they did not express a significant affiliation

intention.

Based on the final screening of the sample against the

affiliation categories, a sample of 588 soldiers was

established. The sample distribution by military affiliation

categories is pre-anted in Table 5.

T BLE 5

NUMBER OF CASES IN THE
MILITARY AFFILIATION INTENTION CATEGORIES

Category N

Active Duty: "Stayers" ................... 84
"Leavers" .................. . 504

Reserve: "Joiners" .................. . 127
"Non-Joiners" .................. .255

Military: "Full time" .................... 84
"Part time".................. 127

N

Military: "Affiliants"................... 211
"Non-Affil iants" ....... ......... 255

21



TABLE ,4

mKLrTARY AFFILIATION INTENT:ON CATEGORIES

Selection
Ca egoerv Crit eria 

Active '.y: "S:ver" 70%or greater reenlistment likelihood
per Q20

"Leaver": 30% or lower reenlistment likelihood
per Q20.I

Reserve: "iner1 Active Duty Leaver who probably or
definitely plan to join Reserve or
National Guard per Q17

"Nor-joiner" Active Duty Leaver who does not plan
to join Reserve or National Guard per
Q17

Militarv:"F;il time" Active Duty Stayer

"Part time" Reserve Joiner

Militarv: "Affiilant" Active Duty Stayer or Reserve Joiner

"Non-Affiiian i" Active duty leaver

C. SELECTION OF THE STUDY SAMPLE

The Form I data base was first stratified by branch of

service. A'-my personnel were selected and then screened for

.their enlistent . period, number of months on active duty,

time remaining on current enlistment and age, using survey

quesr 1:ns -r. mernt Period (Q9), Mor. ths on Active Duty (Q8),

Remaini., *i ion (Q14) and Current Age (Q41). This

20



sified as "leavers" from active duty. These soldiers were

then classified based on their plans to join the National

Guard or Reserves (Q17). Soldiers who indicated that they

would probably or definitely join the reserves were clas-

sified as "Joiners" and those who said they probably or

definitely would not join the reserves were classified as

"Non-joiners." All other individuals in the sample did not

receive a classification for this affiliation measure.

A third contrast grouping of military affiliation inten-

tions was Full time (Active) service and Part time (Reserve)

service. Soldiers classified as "Stayers" were now placed in

the category "Full time" and Reserve "Joiners" were placed in

the "Part time" category. Other soldiers did not receive a

classification on this affiliation measure.

The fourth grouping of respondents for studying military

affiliation intentions placed prospective "Full time" and

"Part time" service members in one category called "Affiliant" p

and those current service members who were not intending

reenlistment or joining the Reserves in the "Non-affiliant" i

category.

This methodology for establishing military affiliation

groupings created four pairs of affiliation categories as

shown in Table 4. The methodology simplified bivariate anal-

ysis of factors against each affiliation category and laid

the foundation for subsequent multivariate analysis.

19



B. SELECTION OF MEASURES OF MILITARY AFFILIATION INTENTIONS

Within the Form I data base, there were two questions

which directly addressed the intentions of respondents to

remain affiliated with the military. They asked the

respondent for the likelihood of reenlistment given no bonus

payments (Q20) and whether the respondent had plans to join

the National Guard or Reserves upon completion of active duty

(Q17). These two questions and their possible responses are

reproduced in Appendix A. Based on soldiers' responses to

the reenlistment and reserve intention questions four group-

ings of military affiliation intentions were developed.

The first grouping of respondents for studying military

affiliation intentions was based on respondent expressed

reenlistment likelihood (Q20). Individuals were classified

as active duty stayers or leavers based on their answers to

this question. Soldiers who indicated a 70% or greater

probability of reenlistment were classified as "Stayers" and

soldiers who indicated a 30% or lower probabiiity of

reenlistment were classified as "Leavers." Soldiers who

responded with other possible answers to the question were

deleted from the survey sample due to their ±ack of a defi-

nite stay/leave intention as indicated by t:1e critical "stay

or leave" reenlistment question.

The second grouping of respondents for st-v,.gn2 itay

affiliation intention only concerned those soilliers clas-

18



TABLE 3 (continued)

Military Work Experience...Current primary Military Occup-
ational Specialty (MOS), Entry
primary MOS, Work Schedule

Individual Characteristics.Sex, entry and current. age, entry
and current marital status,
educatijonal attainment, number
and ages of dependents, racial or
ethnic group

Current Housing
Arrangement ........... Types of housing, home ownership/

purchase cost, rent/mortgage pay-
ments, satisfaction with current
housing

Military Compensation
and Benefits ............. Basic pay, BAQ, BAS, Special pays

bonuses, valuation of benefits,
VEAP participation

Military Retirement

System ............... .Preferred retirement pay sched-

ule, expected YOS/Paygrade
under alternative systems

Civilian Labor Force
Experience ............ Hours/weeks worked in 1978

Civilian wages in 1978, spouse
working information

Family Resources ........... Sources of income in 1978,total
family income in 1978, estimated
debts and resources

Civilian Job Search ........ Civilian job offers in past year,
probability of finding a good
civilian job, expected civilian
income, comparison of military
and civilian job characteristics

17
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Forms I and 3 were !he "economic and labor force"

questionnair-. T1e deal primarily with economic issues,

civilian emplovment excerlence and perceptions, reenlistment

decision maK ingani re'irement. Forms 2 and 4, called the

"quality of life" q,,es io .nnaires , dealt primarily with

specific personnel policies and their impact on military

life.

Because Form I emphasized career decision making and

military affiilation intentions it was used as the data base

for this thesis. Tble 3 lists the ten subject area secticns

of Form I and the major data items contained in each section.

Form 1 was comoeted by 21,565 military personnel of

which 5,062 were in the Army.

When referring to survey questions within the text of

this study, a short definition of the question followed by

the Rand survey question number in parentheses is provided.

TABLE 3

SUBJECT AREA SECTIONS OF FORM 1
WITH EXAMPLES OF MAJOR DATA ITEMS

Section Data Items

Miiitary Backzrouni ........ Service, Paygrade, Respondent's

permanent post, base or duty
station, term of enlistment,
remaining obligation.

Reenlistment/Career
Intent ................. Ex'ected years of service, expect-

E-i paygrade upon leaving the mil-
iary, reenlistment intention,
reserve service intention

16
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CII. METHODOLOGY

A. DATA BASE

The data base for this study was the 1978 DOD Survey of

Officers and Enlisted Personnel. The survey was developed

by the Rand Corporation and sponsored by the Office of

Assistant Secretary of Defense (Manpower, Reserve Affairs and

Logistics). It was administered on a worldwide basis between

January 1979 and June 1979 to 57,540 men and women in the

four active military services. Documentation for the data

collected can be found in the survey's User's Manual and

Codebook. [Ref. 5]

The survey was designed to provide the Office of the

Secretary of Defense and the military services with data for

policy formulation and research. It was part of Rand's more

comprehensive Manpower, Mobilization and Readiness Program

and one of three surveys conducted by Rand to examine

manpower issues such as enlistment decisions, career

orientations, and attitudes of military members to policies

that affect them and their households.

The survey was administered to personnel in four

different variants. Forms 1 and 2 were administered to

enlisted personnel and Forms 3 and 4 were administered to

officers.

15
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.r. 3ens l rding of what asDects of military service the junior

enlistel soldier values and responds to when deciding to con-

or -ete : inate his service. by understanding the factors

wnicn influence the junior soldier's affiliation decision

:;icv m3kers and commanders can gain insight into how to

xeep 3 good solier affiliated with the Army.

14
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L

The success of the Army can thus be considered a funcion

of how well it meets the manpower needs of its Active ari

Reserve Components. Both components must contend with the

dynamics of recruiting and retention that affect whether they

are manned with the required number of quality personnel.

And the failure of one component to meet its manpower needs

L adversely effects the way the other component. and the total

Army prepare for and conduct their missions.

D. PURPOSE

Because the total Army depends on the Active and Reserve

components for its viability, service in either component

contributes to the national defense and the Army's role in

it. A soldier currently serving on active duty can choose to

continue his military service by remaining on active duty or

by leaving the Active component and joining the Selecte.

Reserve. Either option will continue his affiliation with

the Army and serve the national security interests of the

country .

This thesis examines the factors which influence the

affiliation intentions of first term Army enlisted soldiers.

Individual factors and combinations of factors which explain

the decision to remain on active duty or leave active duty

and enter the Reserves are investigated.

The findings of this thesis should contribute to an

13
13
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As of 1983, while the active Army had expe-ienced a 3%

increase in its personnel strength since its AVF low in 1979,

Cthe Selected Reserve had experienced a 25% increase in its

personnel over the same period. As shown in Tabie 2, during

FY 1983 the Selected Reserve accounted for 461 of the

Army's total man-power strength.

TABLE 2

END OF YEAR PERSONNEL STRENGTH IN ARMY COIMFIJENTS
(in thousands)

Army Total Selected Reserve,
FY Active Reserve ANG Reserve Tot.Force

1973 801 235 386 621 .44
* 1974 783 235 403 638 .45

1975 784 225 395 620 .44
1976 783 195 362 557 .42
1977 782 189 355 544 .41
1978 771 186 341 527 .41
1979 759 190 346 536 .41
1980 777 206 367 573 .42
1981 781 225 389 614 .44
1982 784 257 408 665 .46
1983 784 256 414 670 .46

Sources: Ref. 1 and Ref. 2

The role of the Reserve in the Army is ever more

important in the context of deployable forces: 51% of the

Army's Armor and Infantry Battalions, 50% of its Artillery

Battalions, and 65% of its Combat service support soldiers

were found in the Reserve Components in FY 1982. [Ref. 21

* 12



of act ive duty. By cont-oijin'g for these factors, Paygrade

was restricted and therefore nct a valid predictor of

tu r! -over .

c. Cognitive/Affective n'ientation

This category of explanatory factors included

current location (Q6) and feei Ings about current location

(Q7),. Current location was constructed into a variable to

reflect either a location in the 50 states and the District

of' Columbia or location overseas.

Job characteristic inciudei a constructed varia-

ble that differentiated between soiliers in Combat Arms Occu-

pational Specialties and non-Combat Arms Deers based on res-

ocnient5s' answers to Current Sceciaity (Q32). Other candi-

rate job characteristics inclu;ded the amount of time a

soldier said he spent outside his primary specialty (Q34),

the total hours worked per week (Q37) and a constructed

varianie indicating whether the respondent spent most of his

*tme i . a supervisory posir ion (Q"3) called SUPV.

Two other factors were included in this category

as possible indicators of affiliaticn intentions: feelings

about current housing (059) and the degree to which military

life was as the respondent expected (Q104A).

d. Income and Economic Itcentives

This category er.,,mpasei "re survey questions

whion dealt with Monthly Easic Pay (Q69), Monthly Basic
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Allowance for Quarters (Q70), Monthly Basic Allowance for

Subsistence (Q71), Special Pays (Q73), Spousal Earnings

(Q90), Total Family Income (Q93), Total Outstanding Debts

(Q94), Total Financial Assets (Q95), and a comparison of

financial situation with 3 vears earlier (Q96). A variable

was constructed for total annual military compensaticn

(YRCOMP) by adding monthly basic pay, allowance for quarters,

allowance for subsistance,and special pays and then multipl-

ying the sum by twelve. Another constructed variable reflec-

ted total annual military compensation as a percentage of

expected annual civilian earnings. This variable called

RELCOMP was obtained by dividing annual military compensation

by expected civilian earnings (Q99). Another constructed

variable was a dummy variable categorizing comparisons of

financial position with 3 years earlier (Q96) into a group

that answered "a lot" or "somewhat" better called FINBTR.

Additionally, respondents who received monetary educational

contributions from the service during 1978 were placed into a

category called EDCONTR to see if receiving this benefit

influenced affiliation intentions.

e. Perception of Employment Alternatives

This category of factors contains variables that
6

asses the existence of alternatives and variables that.

compare civilian and military jobs against several criteria.
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Variables t at as sess the existence of

alternatives include civiiian job offers within the past

twelve months (Q97), the ii~elihoOd of finding a good

civilian job (Q98), expected annual civilian earnings (Q99),

a.! likelihood of using m litary skills in a civilian job

(Q100). Variables that caoture civilian versus military job

comparisons include thirteen tiat ask for explicit compar-

isons on criteria encompassing immediate supervisors (Q1O2A),

having a say (Q102B), retirement benefits (Q102C), medical

benefits (Q1O2D), interesting work (Q1O2E), wages and sala-

ries (Q1O2F), promotion chances (MU02G), training opportun-

ities (Q1O2H), c2-wnrkers Q 12I), work schedule-hours

(;102J), job security (002K), eqnipment (Q1O2L), and job

Incation (0102M). Adivic.naliv, two variables or questions

assessed wnether respcrients ths.ght military pay would keep

up with inflation (21D3 ) and whether respondents believed

*-eir families wcli be be''er ,ff if they took civilian jobs

E. DATA ANALYSIS SIFT,,W

Data for this s:iv as fw-ma:ted and analyzed using the

2'atistical Analvsis 7vs.em, SAS. SAS is an all-purpose

13 Va-analysis compuer sof-wa-e system with capabilities to

a. nomplish informa i_:-  stc-ge ar< retrieval, data modifica-

"i -n and p-ogramm .'r , -e.. r ri:ng, statistical analysis,

an i file handling. L 9ef. o i n , ef. 10]



U

(F. PERCENTILE CODING CF VARIABLES WITH LIKERT SCALES

Variables with answers marked or, a Likert Scales may

assume more meaningful measurement if recoded based on the

cummulative percentages answering each response from one end

of the scale to the other. In this way, each response along

the Likert Scale would indicate a percentile ranking of a

Sresponse relative to all persons who answered the question.

Percentile rankings may weight responses more appropriately

than the cardinal Likert Scale. This issue is not addressed

in this thesis.
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A. INTRODUCTION

Initial anaivss f e c • 5e f30 ors for their

relationships, if any, witr miii3rv affiiiation intentions

was performed u sing chi-s -are anI - ests of -urncver

factors. These tests ietermirei whetner membership within

each pair of affiliation intentions, (Active Duty

Stayers/Leavers, Reserve Joiners/Non-joiners, Military Full

time/Part time and Military Affiliants/Non-affiliants), was

statistically related to soldiers' responses on each candi-

date factor when considered apart from all other factors.

B. CHI-SQUARE TEST

The Chi-square procedure tested the hypothesis that

affiliation intentions were independent of each candidate

factor with discrete categorical values. Table 7 contains

the complete listing of significance probabilities for each

candidate variable against each pair of affiliation inten-

tions. A significant chi-square test does not indicate a

systematic relationship between a variable and affiliation

intention. Multivari3te analysis, such as discriminant

analysis tests for a svstematic relationship.

0
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C. T-TEST

The t-test procedure analyzed the mean values and

variances of continuous nominal variables within each pair of

affiliation intentions. The t-test indicated whether a

variable mean was significantly different within each

affiliation intention group thus indicating a relationship

between the variible and the affiliation intention in

quest ion. Table 8 contains the listing of significance

levels for all continuous variables in the candidate set and

the affiliation intentions.

One variable, whether a soldier believed he would use his

military skills in a civilian job, was analyzed as both a

categorical and a continuous variable. Because it had eleven

possible responses, its sparse distribution of responsesmade

the chi-square test invalid in some cases and the recoding

(USESKILL) did not capture the variation embodied in the

* original question. When a chi-sq,.3re test was significant

that analysis took precedent in the summary of above results.

D. SIGNIFICANT VARIABLES AND THEIR RELATIONSHIPS
TO AFFILIATION INTENTIONS

1. Active Duty Stayers and Leavers

Sixteen variables were found to be related to the in-

* tention to stay or leave active duty (.01 level of

significance) based on bivariate models.
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TABLE 7

CHI-SQUARE TEST PROE VALUES

Affiliation :nrentions

Category Variable Name Surv.,ues. Sav/ '-esrvs/ Full/ Affil/
Recode Nrme Leave Non-7e< Par: Ncn-aff

Demographic Gender Q40 .1257 .067 .2298 .3049
Entrv Marital Status: Q45 .5855 .0850 NV NV

ENTRYMAR .8814 .:2 1- .P27 .0439

Current Marital Stat: Q46 .0994 .50C3 NV .0867
MARR:ED .0339 .149Q1 .4657 .0346

Dependency DEPS .3676 .0125 .7228 .0021*
< 14 YOUNGDEP .3877 .3662 .1382 .8014
>=14 OLDDEPS .0888 .0405 .7144 .0221
Education Gain EDGAIN .0295 .627- .0626 .5591
GED certificate GED .8790 .6495 .9514 .6241
High School Diploma HSGRAD .4071 .7647 .6522 .5335
Racial Group White .3620 .0001* .2336 .0002*

Black .0242 .0159 .5553 .0019*
Hispanic i.000 .0396 .3740 .0764

Cognitive/ Spouse in Service SPSSVC .0142 0599 .0019* .8755
Affect ive
Orientation Location States .1542 .2051 .5328 .0648

Feelings about
Location Q7 .0001" .0129 .0461 .0001*
Combat arms or not COMBAT .3025 .7347 .3083 .8330
Super visor/worker SUPV •7468 .3637 .9750 .2845
Time outside MOS Q34 .3321 .0099* .4894 .0048*
Feelings on housing Q59 .2540 .0105 .3607 .0085*
Exoectations met Q104A .0479 .0293 .7551 .0003*

Income and
Economic
Incentives Financial Situation

compare1 w/3 years Q96 .6488 .8600 .5699 .7836
FINBTR .5395 .6690 .6923 .4586

Educational
Contributions EDCONTR •3653 .9051 .4708 .5601

Perception
of Employment
Alternatives: Job offers Q97 .0282 .6817 .0532 .4937

Likelihood of find-
ing good civ. job Q98 NV NV NV .0241

FINDJOB .0203 .1644 .5159
Would use Military
skills QIOO NV .1503 NV .1747

USESKILL .0080*: .0786

Civ/mil job comparisons:
Supervisors Q1O2A .0C00i* NV NV .0001*

Bosses .0160 .0605
Having a say Q102B NV NV NV NV

HAVESAY a:.1" .0659 .0286 .0004*
Retirement benefit.s Q102C .01* .41F4 .0689 .0137
Medical benefits Q1O2D .. *' .3730 .1426 .0072
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TABLE 7 (contirued)

Challenging work Q102E .0001* NV .CCoi*1 .C01*
WORKQUAL .0167

Pay Q1O2F NV NV .0001*
PAY .0024*1 NV NV
PAY2 .2785

Chance for Promction Q102G .0001* NV .0007*: .0001*PROMO .0292

Opportunity for trng Q102H .0001*: .1017 .0021* .0001*
TRNG

Co-Workers Q1021 NV NV NV NV
PEERS .0001*; C16 420 .0007*

Work Schedule Q102J 1 .0636 INV "A .0633
HOURS .6138 .5004
HOURS2

Job Security 1 Q1O2K .0031 .61601 .1604 .0316
Equipment Q1O2L NV NV INV NV

EQUIP .0007* NV I NV .2891

EQUIP2 .6187 .0054*:
Job Location Q1O2M NV NV NV NV

PLACE .0001* NV :NV .0003*
PLACE2 .1818 .0002*:

Mil.pay will match
inflation Q104C .8022 1 .C328 .3909 1 .1008

Z I Family better off
with civ. job Q1O4D .0001* NV 1 .00014 .0001*

FAMILY .0001*

NV - A valid Chi-square test could not be accomplished witn
this variable because of a sparse destribution in tne
cross classification table.

• - p <: .01, i.e. variable is significant bivariate

factor with the affiliation intention.
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TABLE 8

T-TEST PROB VALUES
Affilia on nn irs

Category -z ' ~e Surv.Ques. Stay/ Resrvs/ affi/
Recode name[ Leave Non-Rep arr \Nr-aff

II I

DerrFgr-:n-< Frren7 ATeT h41 ' 77 -; ., 0947'
AQ42 .3552 .3973 2043

No.of ,e)enqents ($54 .1172 .0186 79a9 0024*
No. of [eeo < 14 Q55 .5684 .8665 .3r 1 7134
No. r.f Dep >= 14 Q56 .2112 .0722 .6.49 0140
Educt2-on level Q52 .3269 .6339 .57'6 .3702

Cognitive/
Affect ive
Orier..aQi. 3ors ,o'ked

ist weex Q37 .7131 .1108 .8399 .0844
Income an-i

r, m . -. PaV Q69 .1058 .0030* .9593 .0003*
Incentives n, Q70 .0093* .1997 .1327 .0168

EAS Q71 .0902 .1449 .!78L, .0353
Scecial Pays Q73 .5103 .2825 .2557 .5761
Yepriv Mil. Comp YRCOMP .3085 .0140 .6383 .0073*
Mii. Pay as % of
expected civ. pay RELCOM? .8997 .5926 .631 .6457

" c'a "Cortri-
, .. I Q79 .4097 .2142 . e68 .6880

Outsrandring -ebt5 Q94 .0307 1 .4503 .lq71 .0934
Jurrent Assets Q95 .3199 .7213 .5367 .4261
Tota F-am. Income Q93 .2763 .2659 .90' .1337

Percept ion
Employment/: E,<.cec-ed Cv.Earn. Q99 .8150 .4896 27 1 .4851
Alternarives c' 2oi cse

M:Li ,-v siis Q100 .0008* .8382 .0C*: .0592

* P < .01
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Soldiers who expressed higher levels of satisfaction

with their present location intended to reenlist for active

iuty at a rate exceeding their less satisfied peers

indicating that positive feelings about duty station and/or

geographic region influenced soldiers toward reenlistment.

Soldiers who felt they would use their military

skills in a civili3n job if they were to leave the service

immeiateiv arni find civili3n employment had a higher likeii-

hc0 0  of reenlistme nt than soldiers who felt they would r.ot

use their miii3rv skills in a civilian Job. This variable

w auld pear to capture twc possible vnamis First, per-

sons who intended to reenlist believed their military skills

were valuable within the civilian job market and seconqiy,

those soldiers who reenlist derive personal satisfaction from

utilizing their military skills within the military environ-

men. Despite their perception of available jobs for which

they are trainei in the civilian sector, intended stayers

choose to continue using their skills in the military.

Twelve of the thirteen variables that elicited com-

Parisons tetween military and civilian jobs on working condi-

t icn.s ee rignificant in distinguishing intended

staves fr m eavers. In comparing supervisors, having a

siv, ... eemen.t benefits, medical benefits, interesting work,

wges or salaries, promotion opportunity, training opportuni-

ties, Z-w -<e-, job security, equipment, and job location
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th os e sod1i er s who in terle'i -o -ee r.It ten-e- 1to perceive

civiliar. c bs to be wos ha i.r :s hereas tnose

who interdei t-o leave active d 3-y 1 c: 1 nar j ob s to b e

better than miiayones.

odi-s w haa g re e-i ru-I' r~ e s wo il b ce

better off if tney took i vi I a n 5t irnter.led toD leave

a ct i ve du ty a t h ige r ra te s tI-e n c se ro 11s a gr-e e t h a

their fam-iy wouldI be better :-ff".

Soldiers who irntenied to ee> s rerorted a sigrnif-

icarntly higher mean receipt of aso L :~nc for Quarters

than their nor.-reeni ist ing peer.5. s -,fe. ene was at

first disturbing because of the relati-ve- homogeneity of the

sample (i.e. first term, 10 to 7 2 mocnt rs serv-ite) and the

fact that BAQi is dependjent, in part, or. grade and time in

serv ice. Uicon further examina -ion the -ff "-e er-e in reported

BAQ between stayers and leavers coul t e exnlained by the

distribut-ion of currently marr,- e- p -37among stayers and

leavers and what might be cai le7 .ne "ao effect a positive

disoposition toward the mu itar;, g11ve- esi oMateS Of pay vari-

ables for intended affiliants. while c',-rent married status

did not meet the stringent sigrniFloar e level of .01 , it did

modierately (.03 significance -)el) clifferentiate between

stavr~sand leavers. Because marrie- individuals tend to live

in off-oot 1ouing and thus -eceive r~at rates exceeding

tee ~ ~ ~ ~ - irtjre- 1er 1r L~~rac~e v in troop

C.T, in
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barracks, a crti on of he mean EA iifference t eween

stayers ant leavers reflected narit; a3 status. The remaintet

ot tre~~_, tifrec ma he thoeial acounted fo by te

"halo" effect. As with Basic Pay, BAQ throughout th<e Army

increases as time in service and paygrade increase. But for

this sample this was not the case. Reported BAQ did not,

corr elate significantIy with oavgrade and did not reflect

standard pay tables. The inflation of its estimates appeared

to capt, re the attituoes of respondents to the service in

general an! was not a valid estimate of pay variables.

Reserve Joiners and Non-joiners

Four variables had significant chi-square or t-test

values f:r the intentiton of active duty leavers to join the

reserves.

A- ive duty leavers who were white indicated that

they rinered to toin the reserves in significantly smaller

numbers than their mon-whit teem.

The usual tes t fo r inepndence between reserve

intentions and the amcunt cf time soldiers reported working

ou.tside their military oooupat:na specialties yieiied a

significant chi-square va ie. However, tre relationshiP

between the amo,unt Cf time so? iers spent working ot SiJe

their MOS and their intentions to join the reserves was not

systematI,- That_ is, whle cv eall 33.410 of the resocnients

intended to join the resetve-, _. . .4 4 .4. 2.2% anI



35.21 rt'e ren"en s sratir evwor.ed o., _ of aheir evc-

m : :e-e, a f cf nhe tlire some oe tre tire, very

i - e , n ,  n ne of the -ie r e s o : ,e v wer e in e nq e i

rese-'ss. s r. o consistent .9 ierr as evident.

-z;. ie's' per-eptions of tneir fam , v being better

Cf; i ,ey took a civilian ob aIs o were related to the

inren on o oIn the reserves. As sc-i ers disagreed with

tie st ement that their family wo'uld e better off their

reore ..enI - or. in the reserve -oier -o;J; increased except,

at e3str n i.s agreed leve where 7he nuimber of cases was

so smC j - han 3 valid prpc-cznar JnS Nysis cou±d not be

a c- 0om i Sr .r

P.si., Pay was the fourth sigrnifcant variable. The

me< Es 3 av resoonse for intenles oiners of the reserve.s

was ni::antiy nigher than that of ron-joiners.

ime and Part time cervice
-arables were founi ; L-e sign ficant. when

-S t u u :-i between soldiers wr- intended to remain on

ac: ,,t e 1,,ty and ' cse .n o ini erded to perform

r: s. ,e :~r; me service.

sc p- se curreno ,r. the service was

ass,:o-;e w-3n soldiers who coanneJ to ccntinue fuitime

*e- occse to those wn i -ende- to enter the

-_ . .s with spous-,- in -e service intendedI to



.......... 3 e . .. ., a7 a h.g er rate than. m rrie7 Deers

Five wom ari7or, V job coo nior.s between civilir

Bnll miliarv Iobs were significant factors in istinguisminE

irn r nae 1 full !ine an! oar. time servers. Reg ar-ing chal-

lenging work, chance for promot, ion. training ocppornunivies,

. mer.. r. i !c031,0 . those solliers who saw the civilian

jobs as suoerior inenjel to opt for reserve service wh.ile

tse who saw miiitarv jobs as better intenled to stay or.

active ,.tv. Witn a!i five variables the percentage of

;-:sc v prttmei soliers decreased and the percentage

of Cull time soldiers increased as civil ian jobs were

zeroeive as 3n in2reasingly poor alternatives to muiitary jobs.

As so"liers increasingly disagreed with the statement

t7t their families wou;l be better off if they took civilian

jobs, their representation in the group that intenlei to

ser've fulil time vesu.s part time increased.

The mean v lue of intended full time soldiers on the

lii elin.oo tnat they would use their military skill in a

civilian job was 9ignificantiv higher than that of crosC -

"Lie oa'r !im- >s-iers. This reiationship inliatel thrat

al-4 'c n.e, in-enlei to remain on active d tv, full time

5i4 i m l-ae:  -v sKills as more valuable in the

iivi n -in iii : t . .heir part time peers. it i7

:-~ th.,- at Just as they saw



TABLE 14

SINGLE VARIABLE CLASSIFICATION POWER FOR
RESERVE JOIN/NOT-JOIN INTENTIONS

1. 2. 3.
Variable Pm Pd Significant

Variables

Mii-Civ job
comparisons

Supervisors .6841 .6923
Having a say .6812 .6893
Retire. benefits .6803 .6803
Medical benefits .6740 .6740
Challenging work .6860 .6942
Pay .6812 .6730
Chance for prom. .6812 .6785
Opport.for prcmo.:.6793 .6821
Co-workers .6766 .6739
Work schedule .6739 .6739
Job security .6767 .6767
Equipment .6802 .6802
Location .6838 .6811

Racial Group:
Whire/non White .6.675 .6675
Time outside MOS .6658 .6658
Basic pay .6694 .7049

Notes:

1. Majority group classification proportion

2. 1:criminant function successful classification proportion

3. An asterix (*) indicates that P > m at .05
significance level. No variables were significant
a' the .05 level for this intention.
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TABLE 13

l", VARIABLE CLASSIFICATION POWER
FOR STAY/LEAVE INTENTIONS

1. 2. 3.
Var iac, e' "n Significant

Variables

Mi:->iv ic

ccrnar c. . ,.
S'-erviscrs .8589 .8571
Having a say .8594 .8576
Rel.irer.en tnef: its .8628 .8628
.Medi- i ber~etts '.8644 .8644
C:ha1l er, ir.g wO'K .8602 .8566
Pay .8638 .8620
Chance fbr or'mc'i:r .8602 .8584
C r a:cing: .8638 .8692
C:-werke' .8627 .8610
Wcrk cheI.Ie .8637 .8637
,Job -ecur-nt v .8610 .8610

q, 4C-,. n.8627 .8627
Loca on .8604 .8569

Fee', gs Ic';
~~rrer.Q1 2air.886 .8586

Woc" e - s~<iA .8584 .8584
.AQ .8624 .8624

Mcotes :

1. Ma'o--L'" classification prooortion

2. "'-scr- ian:.. . f'ction successful classification

7. -txri: indicates tha- Pd > Pm at .05
si .nn2.e .evei. No variables were significant at
"he . zfor this intention.
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1. Active utv Stayers and Leavers

As shown in Table 13, ir.dividual variables 1id not

iPIaV signi ficant classificatory power in distinguishing

intended active suty stayers from their peers who intended to

leave act ive service. Ali sixteen variables produiced classi-

fication success proportions that were not significantly

!fferent than the success proportions that. could be gained

by placing all respondents in the most likely category. For

eight of the sixteen variables all cases were placed in the

majority intention, leavers, and for seven of the variables

the resulting classification function placed a smaller, al-

beit statistically insignificant, proportion of cases in

successful categories than would have been achieved by chance.

2. Reserve Joiners and Non-Joiners

As shown in Table 14, none of the sixteen candidate

variables used in analysis of reserve intentions were indivi-

dually able to produce classification results significantly

bett.er than the classification of respondents by chance.

Seven of the sixteen variables placed all cases in the majo-

rity intention, Reserve Non-Joiners. Four variables yielded

3isriminant Iassification proportions that were

insignific--ntly Iess than, the by chance classification.

Fve varisbie- classified a higher proportion than chance but

treir cPnort .s were not statistically different from

:' a.e pc-Dcrt Lcr.s.
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TABLE 12
CLASSIFICATI:N OF AFFILIANTS AND NON-AFFILIANTS

VARIABLES IN MODEL (22)

Comparisons of civilian and military jobs:
Supervisors, Having a Say, Retirement Benefits,
Medical Benefits, Challenging and Interesting Work,
Pay, Chance for Promotion, Opportunity for Training,
Co-Workers, Work Schedule, Job Security,
Equipment, Job Location;
Racial Group: White or Non-White,
Feelings about Current Location,
Time Spent Working Outside MOS,
Feelings about Current Housing,
Assessmen, of Whether Military Life is as Expected,
Basic Pay,
Yearly Military Compensation,
Number of Dependents,
Dependen-.: Ye,- :- No

MODEL CLASSIFICATION

Actual Predicted
Intent Inte.t

Affiliated Non-Affiliated

Affiliated (154) 95 59

Non-Affiliated (225) 36 189

Total 379

TEST FOR CLASSIFICATION IMPROVEMENT

Pm= 225/379 = .594

Pd = (95 + 189)/379 = .749

Prob Value for difference in proportions = .001

5
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TABLE "

CLASSIFICATION OF FULL TiME AND PART TIME SERVERS

VARIABLES IN MODEL (114)

Comparisons of civilian and military jobs:
Supervisors, Having a Say, Retirement Benefits,

Medical Benefits, Challenging and Interesting Work,

Pay, Chance for Promotion, Opportunity for Training,

Co-Workers, Work Schedule, Job Security,
Equipment, Job Location;
Feelings about Current Location,
Likelihood of Using Military Skills in a Civilian Job

MODEL CLASSIFICATION

Actual Predicted

Intent Intent
Full Time Part Time

Full Time (66) 38 28

Part Time (102) 11 91

Total 168

TEST FOR CLASSIFICATION IMPROVEMENT -I

Pm = 102/168 = .607

Pd = (38 + 91)/168 .768

Prob Value for difference in proportions= .001
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3. Full time and Part time Service

The fourteen variables usei tc c1asfy perscnnei

intending full time and part time service success fully clas-

sified a significantly higher proportion of rescondents than

the proportion obtained by placing all personnel in the

majority intention, part time service. Theclassification

proportion using the discriminant procedure, .768, was

significantly better than the by chance classification

proportion, .607, as shown in Table 11.

4. Military Affiliant and Non-Affiliants

Twenty-two variables were used in discriminant analy-

sis of the intent to remain affiliated with the military.

The variables produced a correct classification proportion of

.749 which was significantly higher than the propcrtion of

successful classifications obtained by placing all respon-

dents in the majority category, Non-affiliants, .594. These

results are summarized in Table 12.

D. SINGLE VARIABLE CLASSIFICATION POWER

Individual discriminant functions were derived for each

of the variables entered as a set in the previous section.

Their individual classificatory powers were then ascertained.



TABLE 10

CLASSIFICATION OF RESERVE JOINERS AND NON-JOINERS

VARIABLES IN MODEL (16)

Comparisons of civilian and military jobs:
Supervisors, Having a Say, Recirement Benefits,
Medical Benefits, Challenging and Interesting Work,
Pay, Chance for Promotion, Opportunity for Training,
Co-Workers, Work Schedule, Job Security,
Equipment, Job Location;
Racial Group: White or Non-White,
Time Spent Working Outside MOS,
Basic Pay

MODEL CLASSIFICATION

Actual Predicted
Intent Intent

Join Not Join

Join (122) 33 89

Not Join (227) 18 209

Total 329

TEST FOR CLASSIFICATION IMPROVEMENT

Pm = 227/329 = .69

Pd = (33 + 209)/329 .736

Prob Value for difference in proportions: .037
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TABLE 9
CLASSIFICATION OF ACTIVE DUTY 'TAYERS AND LEAVERS

VARIABLES IN MODEL (16)

Comparisons of civilian and miltv iobs:
Supervisors, Having a Say, Retiremen Senefirts
Medical Benefits, Challenging ani interesting Work,
Pay, Chance for Promotion, Opportuir..y fcr T>aining,
Co-Workers, Work Schedule, Job Seouri.v,
Equipment, Job Location;
Feelings about Current Location,
Likelihood of Using Military Skilis in a Civilian Job,
Basic Allowance for Quarters

MODEL CLASSIFICATION

Actual Pre ited
Intent Intent

Leave Stay

Leave (419) 406 13
Stay (60) 35 25

Total 479

TEST FOR CLASSIFICATION IMPROVEMENT

Pm = 419/479 = .875

Pd = (406+ 25)/479 = .900

Prob Value for difference in propora-ions .048
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The set of variables used to discriminate within each pair of

affiliation intentions included all the candidate variables.

Hypothesis tests were performed to indicate whether the block

discriminant function could improve the proportion correctly

classified from that which would be obtained if all

individuals were classified in the majority group.

I . Active Duty Stayers and Leavers

The sixteen variables used to classify intended ac-

tive duty stayers from active duty leavers did a significan-

tly better classificatory job than placing all personnel in

the majority category, Leavers, at the . 05 sbgnificance

level, as shown in Table 9. The proportion correctly clas-

sified using the discriminant function obtained from the

sixteen variables was .90. This was significantly better

than the proportion, .875, obtained by classifying all re-

spondents as Leavers.

2. Reserve Joiners and Non-Joiners

The sixteen variables used to classify intended

reserve joiners and non-joiners, as a group, classified a

significantly larger proportion of respondents than classifi-

cation in the majority intention, Non-joiners, as shown in

Table 10. The proportion successfully classified by discri-

4 minant analysis of the sixteen variables, .736 was signifi-

cantly greater than the classification proportion of placing

all cases into the most likely intention, .690.
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Cluding tne v -1bl e 4cid have removoe tc: many cares fro m

S tine sampie.

B. ANALYSIS T7CHNr2'

Analysis .:sing .iscriminan . :rcce.1','es -nV. Ve'2 ccnoanrng

the prooorior. f o c rect classifications from the derivel

discriminan. 'ct- r. with the propcr:icn o: correct classi-

fications that cc_ -1 be obtained by placing all -esponients

in the mst likely in nrion. The prcoortion correctly clas-

sified using '-e 1isc-iminant function, P, is tested for a

sigrificanr in , _se over the majority gr-.op clasiLficatior

proportion, P , sing a test. of the hypothesis that Pm is

greater th. an or e]oai to Pi; Ho: Pm >= P-. This test is

accomplished 2y comPuting a rest statistic Z such that:

1/2
7 (Pj - Pm)/[(Pm)( 1-Pm) I

where n .s t.e sample size. The test statestic, Z, is appro-

ximately normally distributed and is used to acceDt or reject

the null hypothesis that the classificatory power of the

variable -r variables used in the discriminant analysis is or

is not significant. This test is a rigorous test of the

classificatory power of the discriminant function.

C. CLASS7:CA7 ,IJ P"WER OF EXPLANATORY VARIABLES AS A GROUP

In t"-s se:,in. the variables for explaining affiliation

intenticns were anaivzed using block discriminant analysis.

44

"I

II



Iv. DISCRIMINANT ANALYSIS

Discriminant analysis was used to determine the

classificatory power of individual variables and sets of

variables for the 4 categories of affiliation intentions.

A. EXPLANATORY VARIABLES

The variables used to classify respondents in this analy-

sis were, by and large, those found to be significant through

bivariate Chi-square and t-tests. There were some additions

and deletions, however.

Additions to the significant variables found during biva-

riate analysis were those variables from the civilian and

military job comparison questions not found to be individual-

ly significant. They were included -n t'he discriminant ana-

lysis for all four affiliation intentions in order to capture

whatever supporting influence, if any, they might add when

taken with the other job comparison questions.

The variable comparing family welfare in a civilian job

was deleted because of the specific dynamics embodied in the

question, instead a more accurate measure of job comparisons

was captured within the 13 specific comparison questions.

Reporting a spouse currently in the service was also deleted

because only 96 out of a possible 211 soldiers analyzed in

the Full time/Part time dichotomy answered the question. In-
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r e r am mong n ei afin s ah an nn-

-3 riate analysis indicten nnat reDtionships exisoed

be wean many of the candidae variabes and affiliation

in' ions. Mutivariate analys s, including discriminant

na 1sI5, is used in the next :naoter to ascertain the

strength of the relationship between affiliation inten-

tiots an individual variables or groucs of variables.
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g@ra12p zf interled affiiiants at higher rates then their I
-issa-isfie peers.

As soliers more strongLy agreed that miiitary life

was as they expected they intended to remain affiliated

with thrle military at higher rates.

Intended affiliantshad significantly different

esponse distributions than non-affiliants on nin-e of

thirteen job comparison measures. In evaluating civilian

and military jobs for supervisors, having a say, medical

benefits, challenging work, pay, promotion opportunities,

opportunity for training, co-workers, and job location

soldiers who judged civilian jobs to be worse than military

jobs tended toward membership in the affiliant group and

soldiers who responded the civilian jobs would be better than

military jobs were in the non-affiliant group at higher

rates.

Perceptions of family welfare with the respondent in

a civilian job distinguished intended affiliants and non-

affiiants. Those who disagreed with the statement that

their family would be better off planned to remain

aff~ii~ted with the military at a higher rate than Deers who

3g-ee". with the statement.

asic Pa y and total yearly military compensation

were 3sc significant. The means for both variables were

41
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their military skills as valuable in the civilian world so

to di intented full time soldiers see their military skills

ani performance of their military jobs as more valuable than

oerfom ng a civilian job. This assertion, however, needs

f -r c)- proof.

4, Military Affiliants and Non-Affiliants

Twenty variables were found to be related to the in-

tention to remain affiliated with the military in either an

active or reserve capacity.

Two measures of dependency status were significant,

he number of dependents and the dichot3mous variable of

either having or not having dependents. The mean number of

depenqents for prospective affiliants was significantly

gre-.er than that of non-affiliants and soldiers having de-

pendents intended to remain affiliated with the military at
a higher rate than peers without dependents.

Feelings about current location indicated that as

satisfaction increased a greater proportion of respondents

intended to remain affiliated with the military.

7he amount of time worked outside of the primary MOS

was distributed between intended affiliants and non-affi-
liants in a way that was significantly different than by

chnance bu t with no systematic relationship.

-cl011ers who expressed more satisfaction than dis-

=atisfact ion with their current housing were present in the
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3. Full time and Part time Service

Fourteen variab-Is.e were sed in this anaivsiS an.

[ two, the comparison of <-viiian and military jobs on the

chance for interesting anq challenging work and the location

of the job, classifiei a significantly higher proportion

of respondents successfully than would have been done by

classifying all resocnnents in the majority category, as

shown in Table 15.

Challenging Wcrk comparisons correctly classified

forty-two of seventy-eight intended fulltime soldiers and

ninety-one of one hunnreq fourteen part time solliers.

Job Location Comparisons correctly classified twenty-nine of

seventy-nine fulltime soldiers and one hundred one of one

hundred seventeen parttiime soldiers.

4. Military Affiliants and Non-Affiliants

As shown in Table 16, eleven out of twenty-two candi-

date variables classifieq miiitary affiliants and non-affi-

liants at significantly better proportions than was achieved

by classifying all cases n the most. likely category,

intended non-affiliants.

Eight compariscns of civilian and military jobs were

significant classifiers. Tne chance for interesting ani

challenging wo-k o:rectly classified sixty-five of one

hundred ninety-two Inten-ei affiliants and two hundred twen-

S5
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TABLE 15

SINGLE VARIABLE CLASSIFICATION POWER
FOR FULL TIME/PART TIME INTENTIONS

1. 2. 3.

Variable Pm Pd Significant
Variables

Mil-Civ job
comparisons

Supervisors .5928 .5824
Having a say .5969 .6327
Retirement benefits .6062 .6425
Medical benefits .6134 .6134
Challenging work .5938 .6927
Pay .6062 .6165
Chance for promo. .6000 .6513
Opport.for training: .6082 .6546
Co-workers .6071 .6224
Work schedule .6111 .6111
Job security .6051 .6308
Equipment 1 .6051 .6410
Location .5969 .6633 *

Woulid use
military skills .6010 .5961

Notes:

1. Majority group classification proportion

2. Discriminant function 'successful classification proportion

3. An asterix (*) indicates that Pd Pm at .05
significance level
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TABLE 16

SINGLE VARIABLE CLASSIFICATION POWER

FOR AFFILIANT/NON-AFFILIANT INTENTIONS

1. 2. 3.

Variable Fm Pd Significant
Variables

Mil-Civ job
comparisons

Supervisors .5621 .6140 *

Having a say .5605 .6233 *

Retirement benefit! .5633 .5679
Medical benefits .5591 .5841

Challenging work .5646 .6531 *
Pay .5643 .6366 *

Chance for promo. .5618 .6427
Opport. for train.: .5631 .6104 *

* Co-workers .5596 .6000 *

Work schedule .5580 .5625
Job security .5588 .5610

Equipment .5628 1 .5628

Location .5635 .6392 *

Feelings about
Current Location .5546 .6201 *

Racial group/
non-white .5472 .5944 *

Time outside MOS .5453 .5453
Feelings about

housing .5488 .5575
Mil.life as expec. .5560 .5956
Basic pay ,.5543 .5928
Tot.yrly mil comp 1 .5498 .5823
Dependents .5466 .5835

0

Notes:

1. Majority group classification proportion

2. Discriminant function successful classification proportion

3. An asterix (*) indicates that Pd > Pm at .05

significance level
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ty-three of two hundred forty-nine non-affiliants. The chan-

ce for promotion correctly classified eighty-two of one

hundred ninety-five affiliants and two hundred four of two

hundred fifty non-affiliants. The location of the job cor-

rectly classified eighty-three of one hundred ninety-six

affiliants and two hundred four of two hundred fifty three

non-affiliants. Comparison of wages and salaries correctly

classified ninety-six of one hundred ninety-three affiliants

and one hundred eighty-six of two hundred fifty non-affi-

liants. Comparisons of respondents' perceptions of having a

say in military and civilian jobs correctly classified nine-

ty-four of one hundred ninety six affiliants and one hundred

eighty four of two hundred fifty intended non-affiliants.

Comparisons of supervisors in civilian and military jobs

successfully classified seventy-seven of one hundred ninety-

four intended affiliants and one hundred ninety-five of two

hundred forty-nine non-affiliants. Perceptions of training

opportunities in civilian and military jobs successfully

classified ninety of one hundred ninety-four intended affi-

liants and one hundred eighty-one of two hundred fifty non-

affiliants. And comparisons of co-workers in civilian and

military jobs successfully classified eighty five of one

hundred ninety-six intended affiliants and one hundred

eighty-two of two hundred forty-nine non-affiliants.
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Feelings about current iocation was another variable

that successfully classified a significantly better

proportion of affiliants anq non-affiliants then would have

occurred by majority group classification. Feelings about

current location correctly classified eighty-five of two

hundred four intended affiiiants and one hundred ninety nine

of two hundred fifty-four non-affiliants. Reported racial

group, being white or non-white, classified ninety-six

intended affiliants out of two hundred eleven total intended

non-affiliants ani one hundred eighty-one of two hundred

fifty-five non-affiliants. The last significant indiviiual
0

discriminator reported whether military life was as the re-

spondent expected. Eighty of two hundred two intended affil-

iants and one hundred ninety-one of two hundred fifty-three

intended non-affiliants were successfully classified.

E. SUMMARY OF VARIABLE CLASSIFICATION POWER

As shown in Table 17, intividual variables did not

significantly differentiate between soldiers who intended to

reenlist for active duty versus those who intended to leave

active duty. Nor did individual variables differentiate

between active duty leavers who intended to join the reserves

versus those who did not plan to join the reserves.

4I Individual variables til successfully classify soldiers

who intended to -emnain on active duty versus those who

intended to join the reserves as well as soldiers who

4

57



d ' -' to ,.

...enled to serve i- either an active or reserve role versus

those who did not plan on serving in any capacity.

These results and the use of sets of variables to

classify soldiers into affiliation intentions indicated that

the greatest differences in perceptions of employment

alternatives, feelings about current location and rdciai

4group are those evident between soldiers who intend to remain

affiliated with the military in either a reserve or active

capacity and those soldiers who plan to terminate aII

affiliation with the military at the end of their current

active duty obligation. Soldiers within the other

affiliation categories exhibited a higher degree of

homogeneity on the candidate factors.

J

I
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TABLE 17

:NDIVIDUALLY SIGNIFICANT VARIABLES

RANK ORDERED BY CLASSIFICATORY POWEF

Active Duty Stayer or Leaver None

Reserve Joiner or Ncn-Joiner None

Full time or Part time Service

1. Comparison of civilian and military jobs on
Chailenging or Interestirg Work

2. Comparison of civilian and military jobs on
Job Location

Military Affiliants or Non-Affiliants

1. Comparison of civilian and military jobs on
Challenging and Interesting Work

2. Comparison of civilian and military jobs on
the Chance for Promotion

3. Comparison of civilian and miiitary Jobs on
job Locatior.

4. Comparison of civilian and military jobs :n
Wages or Salaries

5. Feelings about Current Location

6. Comparison of civilian and military jobs on
Having a Say

7. Compa-ison of civilian and military jobs on
immeiiate Supervisors

8. Rac-al Group: White or non-White

9. Comparison of civilian and military jobs on
Training Opoortunities

1C. Comparison of civilian and military jobs on
Co -W or k e r s

1. Whe'ier Military Life is as Expected
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V. CONCLUSION AND RECOMMENDATIONS

A. CONCLUSION

The traditional analysis of military turnover which

examines 3ctive duty stayers versus leavers fails to capture

an important aspect of military affiliation, reserve

membership. The decision for a soldier facing the end of his

obligated active service is not only whether or not to

reenlist. The decision may also be viewed as whether to

remain affiliated with the service or to terminate affil-

iation. This viewpoint is particularly useful as long as the

Army operates under the Total Army concept and entrusts a

significant portion of its defense responsibilities to the

reserve components.

Factors which are usually associated with influencing re- .1
enlistment were found to be significant when influencing

affiliation, either active or reserve.

When military jobs were seen as superior to civilian

jobs, when soldiers were satisfied with their location, and

when military life was as expected, soldiers chose to remain

with the Army in some capacity.

Results of this thesis indicated that junior enlisted

soldiers may conduct an analysis, either intuitively or ex-

plicitly, of the comparitive advantages of military and

612
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civilian jobs in planning whetner or nr- c remain affii-

iated with the military. As a group, t.he thirteen job 2onMpa-

rison variables of the Rand survey shown in Table 18 were

significant in distinguishing between the four different

affiliation dichotomies, and for two of the affiliation

groupings, Full time vs Part time and Affiliant vs Non-

Affiiiant, individual job comparison variables were signifi-

cant classifiers.

TABLE 18

MILITARY AND CIVILIAN JOB COMPARISON FACTORS

Supervisors

Having a Say

Retirement Benefits

Medical Benefits

Interesting and Challenging Work

Wages or Salaries

Chance for Promotion

Opportunities for Training

People I Work With

Work Schedule

Job Security

Equipment

Job Location
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These results imply that policies which pr m,gate

training, orofessionali.sm, and leadership development within

the Arm, contribute not only toward producing a qualified

manpower pool, technically, tactically and professionally,

but also contribute toward inducing more qualified soiers

to remair. affiliated with the Army. Soldiers responi

positively toward challenging, meaningful work, quiified

supervisors and peers, and the opportunity for personal

growth and advancement through training and promoior..

Policies which protect the comparability of military pay

with civilian pay and provide soldiers with choice of duty

station and/or occupational specialty also appear to be

positive inducements toward affiliation.

Because soldiers are influenced by their feelings about

their current locations, investments in facilities at

Army) installations appear to contribute to maintaining total

Army personnel strengths.

In general, policies thought to influence reeniistment

are also policies that can influence active service members

to enlist in the reserves when they complete active duty.

C. FUTURE WORK

This thesis analyzed reserve intentions for individuals 0

expressing low probability of reenlistment. Hence, reserve

intentions were analyzed as having a condi-ional rel3*iCr.shiP
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: reer.istment intentions. A4iionil wcrk is needed to

he e" inho between reeni istmeI r'.. -eser e i-,.

ten o s. A number of individuals expresse t-oth high

I-eres- in the reserves and high interest in active 1'ty re-

3 meT. This interrelationship may be more dynamio than

that oostuated in this thesis.
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APPENDIX A

MILITARY AFFILIATION INTENTION SURVEY QUESTIONS -I

,20:
How likely are you to reenlisi at the end of your current

terms of service? Assume that no Reenlistment Borus Pay-

ments will be given, but that all other special pays

whioh yoU currently receive are still available. 0

Variable value

Does not apply, I plan to retire ...................... -7

No chm ce ................ . (0 in 10) ... .................. 0

Very slight possibility...(1 in 10) .. .................. 1

Slight possibility ........ (2 in 10) .. .................. 2

Some possibility .......... (3 in 10) .. .................. 3
Fair possibility.......... (4 in 10) .. .................. 4

Fairly good possibility.. .(5 in 10) .. .................. 5

Good possibility .......... (6 in 10) .. .................. 6

Probable .................. (7 in 10) .. .................. 7

Very Probable ............. (8 in 10) .. .................. 8
Almost sure ............... (9 in 10) .. .................. 9

Certai ..................... (10 in 10) .................. 10

Don't know ............................................ -8

7q
When you finally leave the military, do you plan to

join a National Guard or Reserve unit?

Variable value

Definitely yes .................................... I

Probably yes ...................................... 2

Probably no ....................................... 3

Definitely no ..................................... 4

Don't kr.ow/not sure .................................. 5
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APPENDIX B

CANDIDATE EXPLANATORY VARIABLES

1. DemograDhic Variable Survey Questions

a) Gender:
Q40: Are you male or female?

Male ......... 1
Female ....... 2

c) Age:
Q41 : How old were you or your last birthday?

Age last birthday....

Q42: When you first entered active service,
how old were you 9

Age at entry........

c) Marital Status:
Q45: When you first entered active service,

what was your marital status?

Married ................ I
Widowed ................ 2
Divorced ............... 3
Separated .............. 4
Single,never married.. 5 j

Q46: What is your marital status now?

Married ................ 1
Widowed ................ 2
Divorced ............... 3
Separated............... 4
Single,rever married.. 5

6
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1,j .ecene.Cyi
Q5.L: How many' iepe-iens do you nave?4

:o rono ir.cde yorself or your spouse.

None ................ 0
1 .................. 1
2 .................. 2
3 .................. 3
4 .................. 4

5 .................. 5
6 .................. 6
7 .................. 7
8 .................. 8
9 ................... 9

10 or more .......... 10

Q55: How many of your dependents are children, in-

cluding stepchildren an! adopted children, who

are unnder 14 years old?

None ................. 0

1..................... 1
2 ................... 2
3 .................. 3
4 ................... 4
5 ................... 5

6 ................... 6
7 .................. 7

. . . . . . . . . . . . . . . . . .

9 .................... 9

10 or more ......... 10

Q56: How many of your dependents are children, in-

ciiding stepchildren and adopted children, who

are 14 years or older?

None ................. 0

1.................... 1
2 ................... 2
3 .................. 3
4 ................... 4
5 ................... 5
6 ................... 6
7 ................... 7
8 ................... 8
9 ................... 9

10 or more ......... 10
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Reccring Q100

Survey question Q100 required a recoding for a valid
chi-square test against intentions of respondents. QIO0
was recoded as follows:

If Q100 equals 0 or Q100 equals 1 or
QIO0 equals 2 then USESKILL = 1;

If Q100 equals 3 or QIO0 equals 4 or
QI00 equals 5 then USESKILL = 4;

If Q100 equals 6 or Q100 equals 7 or
QI00 equals 8 then USESKILL = 7;

If Q100 equals 9 or Q100 equals 10
then USESKILL 9.5
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Survey Question New Variable Name

Q1O2A BOSSES
Q1O2B HAVESAY
Q1O2E WORKQUAL
Q1O2F PAY
Q1O2G PROMO
Q1O2H TRNG
Q102I PEERS
Q1O2J HOURS
Q1O2L EQUIP
Q1O2M PLACE

Four of the alternative job comparisons required an
additional recoding to have sufficient cases in each
frequency table cell. This was accomplished by the
following coding:

If Q102 "x" equals 1 or Q102 "x" equals 2
then NEWVAR2 = 0;

If Q102 "x" equals 3 or Q102 "x" equals 4
or Q102 "x" equals 5 then NEWVAR2 = 1;

Where x represents each question in the Q102 series of
Questions, A to M, and NEWVAR2 stands for the name of each
new variable.

This recoding created the following variable trans-
formations:

Survey Question New Variable Name

Q1O2F PAY2
Q1O2J HOURS2
Q1O2L EQUIP2
Q1O2M PLACE2

Recoding Q1O4D:

Survey question Q104D required a recoding for a valid
chi-square test against the Reserve intentions of re-
spondents Q1O4D was recoded as follows:

If Q1O4D equals 1 or Q1O4D equals 2
then FAMILY = 1;

If Q1O4D equals 3 then FAMILY = 2;
If Q104D equals 4 or Q104d equals 5

then FAMILY = 3;
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Q104 How much do you agree or disagree with the following
statements about military life?

Q104C My military pay and benefits will not keep up
with inflation.

Q1O4D My family would be better off if I took a
civilian job.

Strongly Agree ...................... 1
Agree ............................. 2
Neither Agree nor Disagree ........ 3
Disagree 4..........................
Strongly Disagree5.................5

10. Perception of Employment Alternatives Variable Constructs

Recoding of alternative job comparisons:

If Q102"x" equals 1 or Q 102 "x" equals 2 then
NEWVAR 1
If Q102 "x" equals 3 then NEWVAR = 2;
If Q102 "x" equals 4 or Q102 "x" equals 5
then NEWVAR = 3;

Where x represents each question in the Q102 series of
questions, A to M, and NEWVAR stands for the name of each
new variable.

The above recode was done for all variables in the 13
alternative job comparison aspects to accomplish a valid
chi-squared analysis. Without the recode cells in several
frequency tables did not have the required number of cases
for the analysis to be a valid test of relationship be-
tween the independent variables and the military affil-
iation intention categories.The original 3urvey vari-
ables and the constructed variables were as follows:
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QI00 Suppose you were to leave the service now and try

to find a civilian job. How likely would you be
to find a civilian job that uses the skills in

your military career field?

No Chance ............... (0 in 10).. 0

Very Slight Possibility..(1 in 10).. 1
Slight Possibility....... (2 in 10).. 2
Some Possibility......... (3 in 10).. 3
Fair Possibility......... (4 in 10).. 4
Fairly Good Possibility..(5 in 10).. 5
Good Possibility......... (6 in 10).. 6
Probable ................. (7 in 10).. 7
Very Probable ............ (8 in 10).. 8

Almost Sure .............. (9 in 10).. 0
Certain ................. (10 in 10)..10
Don't Know 8..........................-8

Q102 If you were to leave the service now and take a
civilian job, how do you think that job would
compare with your present military job in regard
to the following work conditions?

Q1O2A The immediate supervisors
Q102B Having a say in what happens to me
Q102C The retirement benefits
Q102D The medical benefits
Q102E The chance for interesting and challenging work
Q1O2F The wages or salaries
Q102G The chance for promotion
Q102H The opportunities for training
Q1021 The people I work with
Q102J The work schedule and hours of work
Q1O2K The job security
Q1O2L The equipment I would use on the job
Q102M The location of the job

Civilian Job Would Be A Lot Better .......... 1
Civilian Job Would Be Slightly Better ....... 2
About The Same In A Civilian or

Military Job ............................. 3
Civilian Job Woull Be Slightly Worse ........ 4
Civilian Job Would Be a Lot Worse ........... 5
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If Q96 equals I or Q96 equals 2 then
FINBTR = 1;

If Q96 equals 3 or Q96 equals 4 or
Q96 equals 5 then FINBTR = 0;

Military contributed to education:
If Q79 is greater than 0 then EDCONTR = 1;
Else EDCONTR = 0;

9. Perception of Employment Alternatives Survey Questions

Q97 In the past 12 months, did you receive any job offers
for a civilian job which you could take if you leave
the service?

Yes .................. 1
No ................... 0

Q98 If you were to leave the service now and try to find
a civilian job, how likely would you be to find a
good civilian job?

No Chance ............... (0 in 10).. 0
Very Slight Possibility..(1 in 10).. 1
Slight Possibility ...... (2 in 10).. 2
Some Possibility ........ (3 in 10).. 3
Fair Possibility ........ (4 in 10).. 4
Fairly Good Possibility..(5 in 10).. 5
Good Possibility ........ (6 in 10).. 6
Probable ................ (7 in 10).. 7
Very Probable ........... (8 in 10).. 8
Almost Sure ............. (9 in 10).. 9
Certain ................ (10 in 10)..10
Don't know ....... .................. -8

Q99 If you left the service right now, how much would
you expect to earn per year in wages and salary if
you took a full-time civilian job? Do not include
fringe benefits.

Expected Annual Civilian Earnings $
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Q94 A3 of today, what is your estimate of the total
amount of outstanding debr.s that you may have?

Exclude any mortgage.

No debts ...................... 1
$1 - $499 ..................... 2
$500 - $1,999 . ............... 3
$2,000 - $4,999 ............. 4
$5,000 - $9,999 ............. 5
$10,000- $14,999 ............ 6
$15,000 or more ............. 7

Q95 What would you say is the total value of any savings
accounts, checking accounts or cash, U.S. Savings.
Bonds, stocks or securities that you may have right
now?

$0 .......................... 1
$1 - $499 ..................... 2
$500 - $1,999 . ............... 3
$2,000 - $4,999 ............. 4
$5,000 - $9,999 .............. 5
$10,000 - $14,999 ........... 6
$15,000 or more .............. 7

Q96 Compared to three years ago, is your financial
situation now - -

A lot better than 3 years ago ........ 1
Somewhat better than 3 years ago ..... 2
About the same as 3 years ago ........ 3
Somewhat worse than 3 years ago ...... 4
A lot worse than 3 years ago ......... 5

8. Income and Economic Incentives Constructs

Yearly Military Compensation:
YRCOMP =(Q69+Q70+Q71+Q73)*12

Yearly military compensation as a percentage of expected

civilian earnings:
RELCOMP YRCOMP/Q99

Having a better financial situation than 3 years earlier
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Combat Arms MOS or Non-Combat Arms MOS:
If the first two characters of Q32 Equal
11, 12, 13, 15, 16 or 19, then Combat = 1;
Else Combat = 0;

Supervisor or Worker:
If Q33 Equals 1 then Supv = 1;
If Q33 Eguals 2 then Supv = 0;

7. Income and Economic Incentives Survey Questions

Q69 What is the amount of your monthly Basic Pay before
taxes and other deductions? If you don't know the
exact amount, please give your best estimate.

$I

Q70 What is the amount of your monthly Basic Allowance
for Quarters (BAQ)? BAQ is a cash payment for
housing. If you don't know the exact amount, please
give your best estimate.

$

Q71 What is the amount of your monthly Basic Allowance
for Subsistance (BAS)? BAS is a cash payment for
food. If you don't know the exact amount, please
give your best estimate.

Q73 How much money do you currently receive each month,
before taxes and deductions, from the special monthly
pays and allowances listed in Q72.

Q79 During 1978, how much money did your service contribute
to pay for your educational expenses at a civilian
school?

$

Q90 Altogether in 1978, what was the total amount, before
taxes and deductions, that your spouse earned from a
civilian job or his or her own business?

Civilian Earnings of
Spouse in 1978 $
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Q34 Last month, how much of the time did you work in
jobs outside your current primary MOS?

Mcst of the time . ................. 1
About half of the time ............ 2
Some of the time .................. 3
Very little of the time .......... 4
None of' the time .................. 5

Q37 During the last 7 days, how many hours did you
spend working?

Total hours worked last week:

c) Housing:

Q59 How do you feel about your current housing?
Mark one number on the line below.

Very Very
Dissatisfied Satisfied

1 2 3 4 5 -6 7

d) Expectations

Q1I4A How much do you agree or disagree with the

following statement about military life?

Life in the military is about what I expected it to be

Strongly Agree ............... 1
Agree ......................... 2
Neither agree nor disagree .. 3
Disagree ...................... 4
Strongly Disagree ........... 5

6. Cognitive/Affective Orientation Variable Constructs

a) Location

Duty in one of the 50 States or Duty in a Foreign
Location:
If Q6 is greater than or equal to 1 and Q6 is less
than or equal to 51 then STATES = 1;

C If Q6 is greater than 51 then STATES 0;

b) Job Characteristics

*72
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4. Tenure Variable Control Coding:

First Termers:
If Q9 equals I then keep;

Soldiers with less than 12 months remaining in service;
If Q14 is less than or equal to 4 then keep;

Soldiers with between 10 and 72 months of active duty;
If Q8 is greater than or equal to 10 and Q8 is less
than or equal to 72 then keep;

5. Cognitive/Affective Orientation Variable Survey Questions

a) Location

Q6 Where is your present permanent post, base or duty
station? If you are on board ship, indicate the
location of your home port.

Alphabetical listing of
50 States and District of Columbia ..... 1 to 51

Alphabetical listing of
Foreign Locations ....................... 52 to 74

Q7 How do you feel about your current location? Please
mark the number which shows your opinion on the
line below.

Very Very
Dissatisfied Satisfied

I I_____I_

1 2 3 - 4 5 6 7

b) Job characteristics

Q32 Record your current primary Military Occupational

Specialty

My Current Primary MOS is: A

Q33 Which of the following best describes the kind of
work that you do now?

Most of my time is spent supervising people ..... I
Most of my time is spent performing my
work skills ...................................... 2
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3. Tenure Variable Survey Questions

Q8 To the nearest year and month, how long have you been
on active duty? (If you had a break in service, count
current time and time in previous tours.)

Years
and
Months_____

(responses converted to number of months by survey
processors)

Q9 In which enlistment period are you serv.g? Cf you
received an extension to your currer., enlisment
period, do not count this as a r.ew i.-3men,
period.

1:3t ..... ... ... .. .. .
2r. i ... ............ .
3r i . .. ....... .....

4th . ...............
5th or more . .... 5

Q 14 How soon will you complete yo c- ourrent enlisment
including any extens~ins Yo r.ave now'

Less than 3 months ......................... 1
At least 3 months but iess than 6 months .. 2
At least 6 months but less than 9 months 3
At least 9 months but less than 12 months.. 4
At least 1 year but less than 2 years ..... 5
At least 2 years but less than 3 years .... 6

A At least 3 years or more ................... 7

Q4 What is your present pay grade?

El .. .................. 1
E2 . .................. 2
E3 .. .................. 3
E4 .. .................. 4
E5 .................. 5
E6 . .................. 6
E7 ................... 7
E8 ................... 8
E9................... 9
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2. Demographic Variable Constructs

Ca) Marital Status

Married at Entry:
If Q45 Equals I then ENTRYMAR = 1;
If Q4 5 Equals 2 or Q45 Equals 3 or
Q45 Equals 4 or Q45 Equals 5 then
ENTRYMAR = 0;

Currently Married:
If Q46 Equals I then MARRIED =
If Q4 6 Equals 2 or Q46 Equals 3 or
Q46 Equals 4 or Q46 Equals 5 then
MARRIED = 0;

Marital Trauma
If Q45 Equals 1 and Q46 Equals 2 or
Q46 Equals 3 or Q46 Equals 4 then
TRAUMA = 1;

* Else TRAUMA = 0;

b) Dependency:
If Q54 is greater than or equal to 1 then
DEPS = 1;
If Q54 equals 0 then DEPS = 0;

If Q55 is greater than or equal to 1 then
YOUNGDEP = 1;
If Q55 equals 0 then YOUNGDEP = 0;

If Q56 is greater than or equal to 1 then
OLDDEPS 1
If Q56 equals 0 then OLDDEPS - 0;

c) Racial Group

White (same type dichotomy drawn for Blacks, Hespanics):

If Q44 equals 5 then White = 1;
If Q4 4 equals 1 or Q44 equals 2 or

Q44 equals 3 or Q44 equals 4 or
1Q44 equals 6 then White - 0;

d) Having a spouse on Active duty:

If Q49B equals 1 or Q4 9 B equals 2
then SPSSVC = 1;

If Q49B equals 0 then SPSSVC 0;
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e) Education:
Q52:As of today, what is your highest educat io-n

level?

Elementary Grad es:
Is2 .........................
2r. - ...................... .
3rt....................... 3
4th ..... .................. 4
5th........................ 5
th .......................... 6
7 h ...................... 7

8th ........................ 8
High School Grades:

9th......................... 9
10th ....................... 10
11th ....................... 11
12th(including GED)........12

College Years of Credit:
1 ... .... ..... ... ... ..... 13

2 ......................... 14
3 ......... .............. 15
4 ........................ 16
5 ........................ 17
6........................18
7........................ 19

8 or more ............... 20

Q53: Do you have a GED Certifizate or a High School
Diploma?

I nave a GED Certificate ........... 1
I have a High School Diploma ....... 2
I don't have a GED Certificate

or a High School Diploma.......... 3

f) Racial group:
Q44: What do you ccnsier to be your main racial

or ethnic group?

Afro-American/Black/Negro ................ I
American Indian/Alaskan Native........... 2
Hispanic/Puerto Rizan/Mexican/
Cuban/Latin/Chicano/other Spanish ....... 3
Oriental/Asian/ Ch i nese!/Japanese/
Korean/Fi~ipinc/Facific Islander ........ 4
White/Caucasian ......................... 5
Other ..... .............................. 6
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